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A review of related literature has revealed that there are still unanswered questions concerning 
Human Resource Information System (HRIS) and its performance factors. Prior research findings 
have revealed that HRIS performance is influenced by several factors such as technology 
usefulness, top management support, and user commitment. The purpose of this study was to 
found the effect of technology usefulness, top management support, and user commitment using 
Structural Equation Modelling. The endogenous variable for the study was HRIS performance, 
and the exogenous variables were technology usefulness, top management support, and user 
commitment. For data collection, a combination of online and face-to-face surveys were used. A 
questionnaire composed of 4 instruments was administered to HRIS users for data collection. A 
total of 222 HRIS users of selected business organizations in the Philippines and Indonesia 
completed the survey. The result indicated that HRIS performance model developed from 
analyzed collected data explains 68.5% of the variance of HRIS performance, while the two 
factors such as technology usefulness (r = 0.216, p < 0.05), and user commitment (r = 0.247, p < 
0.05) were found to have a direct positive effect on HRIS performance in the model. Top 
management support was the important factor that has a significant role in the success of HRIS 
performance. In the present study, it seems that top management support affect HRIS 
performance indirectly through other factors such as technology usefulness and user 
commitment. From the findings of the study, it can be concluded that technology usefulness, top 
management support, and user commitment have a significant role in organizations, helping 
employees to accept technology innovation at the work place and  ultimately influencing HRIS 
performance. 
 
I. INTRODUCTION  
  
conomic trends indicate that business 
organizations are becoming more 
knowledgedriven and technology-
oriented. Garcia (2011) states that “the 
emergence of the new knowledge based 
economy has altered the way business 
organizations must operate and remain 
competitive” (p. 1). Technological advances 
have helped to improve productivity in 
workplaces so that corporations can survive 
and cope with the competition (Payos & 
Zorilla, 2003). With increased globalization 
and business competition, the study of human 
resource management has become very 
important. It is in this context that Human 
Resource Information System (HRIS) in the 
organizations can be utilized to increase 
human workforce capability and ultimately 
organizational competitiveness (Sanaa, 2008). 
HRIS is a formal system and process devised 
for the management of people within an 
organization, and according to Kovach and 
Cathcart (1999), HRIS is defined as “a 
systematic procedure for collecting, storing, 
maintaining, retrieving, and validating data 
needed by an organization about its human 
resources, personnel activities, and 
organization unit characteristics” (p. 1). 
Information management has become very 
important to the survival and growth of 
companies, and because of this, HRIS has 
gained prominence.   
 A review of related literature seems to suggest 
that technology usefulness was important to 
the performance of HRIS. Technology 
competently keeps the business data, takes the 
information quickly, and generates the 
complete plan to meet the business needs 
(Davis, 1989). The success of HRIS 
performance also depends on the “explicit and 
implicit top management support” 







Altarawneh and Al-Shqairat (2010), one of the 
problems of implementing the HRIS is the 
lack of top management support and 
commitment.  
Armstrong and Baron (as cited in Hirvonen, 
2011) state, “Managers’ support cannot be 
taken for granted. It is very crucial to have the 
support of the mangers [sic] to succeed with 
the implementation of new HR strategies” (p. 
10). The top management should work 
together with the employees in convincing 
them and in building their trust to accept HRIS 
and to make it work efficiently (Kontakos, 
2014). Therefore, it can be argued that top 
management support important for HRIS 
performance. Another exogenous variable was 
user commitment which is an asset to any 
organization and also crucial to the 
performance of HRIS. The implementation of 
a new system, such as HRIS, does not always 
make a positive impact on the worker; hence, 
the user commitment is really needed to 
support the changes of HR functions and to 
achieve HRIS performance (Pare & Tremblay, 
2007; Razali & Vrontis, 2010).  
  
Statement of the Problem &  Research 
Questions  
  
In the 21st century, business organizations 
have become dynamic and highly competitive. 
At the same time, management are demanding 
higher levels of quality products/services from 
business organizations. In this context, it is 
pertinent that HRIS performance must be 
considered as an outcome of a 
multidimensional process (Edelhauser, 2012). 
However, many HRIS performance studies 
have been done in developed countries, and 
findings of previous studies might not be 
applicable to developing countries such as 
Indonesia and the Philippines. This study 
focuses on the effect of technology usefulness, 
top management support, and user 
commitment on HRIS performance as 
perceived by employees by using structural 
equation modelling (SEM). This study will 
specifically answer the following questions:  
  
1. Does top management support effects 
technology usefulness?  
2. Does top management support effects 
user commitment?   
3. Do top management support, 
technology usefulness, and user commitment 
affect the HRIS performance?   
 
Null Hypotheses  
  
1. There is no significant effect between 
top management support and technology 
usefulness.  
2. There is no significant effect between 
top management support and user 
commitment.  
3. There are no significantly affect 
between top management support, technology 
usefulness, user commitment, and HRIS 
performance.  
  
II.  REVIEW OF RELATED 
LITERATURE  
  
The use of the HRIS has dramatically changed 
the way HR management activities and 
functions are performed in an organization 
(Obeidat, 2012). In today’s globalized context, 
the size of the company is no longer 
considered to be a barrier in using HRIS. It is 
relative and depends upon the management 
decision and according to  
Hendrickson (2003), large and small 
businesses are now using HRIS as their HR 
function in the organization. Furthermore, in 
the 21st century, according to Edelhauser 
(2012), “Advances in technology have made 
focus on the humancomputer interface a prime 
objective. The Internet has changed the way 
most businesses engage with customers and 
even their own employees” (p. 756). Thus, 
today’s business organizations are dependent 
on technology such as HRIS for better 
information gathering, processing, and 
disseminating leading to better HR processing 
(Arnold, 2007).   
 Kovach and Cathcart (as cited in Benfatto, 
2010) was the first to define HRIS as “any 
system for ‘collecting, storing, maintaining, 
retrieving and validating data needed by an 
organization about its human resources’” (p. 
7). However, The HRIS definition has an 
expanded meaning from time to time in 
accordance with the technology advancement 
in today’s digital era. In this study, HRIS is 
defined as “a system that is used to ‘acquire, 






distribute information about an organization’s 
human resources’” (Tannenbaum, as cited in 
Benfatto, 2010, p. 7). There are some benefits 
of Human Resource Information Performance 
such as the improvement of accuracy in 
operating, controlling, and planning activities 
in human resources. It also allows users to 
access the information faster and on time, and 
it saves cost (Ngai & Wat, 2006). According 
to Ankrah and Sokro, (2012) “a) Increase 
competitiveness by improving HR practices; 
b) Produce a greater number and variety of HR 
operations; c) Shift the focus of HR from the 
processing of transactions to strategic HRM; 
d) Make employees part of HRIS, and e) 
Reengineer the entire HR function” (p. 9). The 
effect of globalization and technology growth 
today makes the organizations start to use the 
information system for their HR functions in 
their departments. Another successful 
perception is the usefulness of the system that 
can benefit the organization and can satisfy 
their employees, staff, and all the users (Bal, 
Bozkurt, & Ertemsir, 2012). In this study, 
there are ten indicators of HRIS performance: 
namely, sufficient information, accessible 
information, expected information, ability 
performance, accurate information, skills 
improvement, access performance, detailed 
information, system impact, and enhancement 
performance.   
 Technology usefulness is defined as “the 
degree to which a person believes that using a 
particular system would enhance his/her job 
performance” (Davis, as cited in Henderson & 
Divett, 2003, p. 386). Usefulness is also 
defined as how much functionality meets the 
users’ needs. In other words, technology 
usefulness should be effective, helpful, 
convenient, suitable, and fit the needs of the 
organization (Ziefle & Holzinger, 2011). The 
theory behind technology usefulness is the 
technology acceptance model, which explains 
how HRIS users will make use of technology 
(Davis, 1993). Even though technology may 
be important to businesses, there needs to be 
more thought done on how useful it is. The 
new system or new innovation should help us 
in solving problems, and the new system 
should meet organizational needs to be useful. 
Usefulness seems to be an important factor in 
adopting new systems. Therefore, usefulness 
of technology seems to be more important than 
other factors, because it is the main function of 
adopting a new innovation system. In this 
study, technology usefulness is measured by 
the following ten indicators: prompt 
accomplishment, organizational performance 
improvement, increase in productivity, 
enhancement of effectiveness, information 
availability, system usefulness, improvement 
of job performance, work efficiency and 
effectiveness, and flexibility of job.   
According to some studies, technology 
usefulness is related to HRIS performance. It 
is understandable that technology usefulness is 
important and has a major part in achieving 
HRIS performance. Technology is not only 
important to enhance organizational 
performance, but it is supposed to be 
consistently useful. According to a study by 
Normalini et al. (2012), technology usefulness 
is positively related to HRIS usage. The 
findings of this study are based on a 
questionnaire used to collect data through a 
purposive sampling technique, which includes 
selected companies using HRIS in 35 Penang, 
Malaysia. In a similar way, Lippert and 
Swiercz (2005) used 11 propositions at Drexel 
University in Philadelphia to explore the 
relationship between HRIS and technology 
usefulness, which is the utility having key 
parts that affect the HRIS performance 
through technology trust. Another study by Al 
Shibly (2011), which used quantitative 
research design among 18,000 full-time staff 
members in Jordan, found that perceived 
HRIS usefulness is positively and indirectly 
linked to HRIS performance. Therefore, it can 
be said that HRIS performance is directly and 
indirectly affected by technology usefulness 
because if the system is useful, the users can 
maximize their productivity.  
 Success in using a new system requires the 
support of the management since the 
management can ensure that any resistance 
will be smoothed out. Besides, the 
management needs to socialize with the 
employees and communicate well the 
importance of how the system can help the 
organization (Mohapatra, 2009). Top 
management support is defined by Young and 
Jordan (2008) “as devoting time to the (IS) 
program in proportion to its cost and potential, 
reviewing plans, following up on results and 
facilitating the management problems 
involved with integrating ICT with the 






Accordingly, top management support has 
become the most critical factor in the success 
of information systems, for on a management 
level you need to be constant and consistent 
during the implementation process from the 
beginning to the end (Elbanna, 2012). While 
the new system is being implemented in the 
organization, problems may arise due to many 
barriers. One barrier is lack of management 
support and commitment (Altarawneh & Al-
Shqairat, 2010). To achieve success in using 
HRIS, support should come first from the 
management. The authors Mooney, Mahoney, 
and Wixom (2008) stated that top management 
support and commitment are critical factors 
and are crucial to HRIS performance. 
Therefore, top management support is very 
important to HRIS performance because top 
management has authority, rights, and 
responsibility to make changes or any 
innovations that will bring them to compete 
with others and to improve their own future 
performance.   
 The measurement of management support can 
be reflected through satisfaction because full 
support from the general management and 
immediate superior is received. On the other 
hand, management support will also bring 
successful changes to the organization 
(Hoffmann, Ineson, & Stewart, 2014). 
However, due to many barriers, lack of top 
management support and commitment is one 
of the biggest problems in HRIS performance 
(Altarawneh & Al-Shqairat, 2010). In this 
study there are ten indicators which reveal top 
management support: namely, effort, 
attention, awareness, encouragement, 
eagerness, connection, values, organizational 
strategy, commitment, and concern of the 
management.   
 According to a study by Altarawneh and Al-
Shqairat (2010), top management support is 
related to HRIS performance; however, a lack 
of management support and commitment is 
one of the four HRIS implementation barriers 
in an organization. The findings of their study 
were derived using quantitative analysis of 
ANOVA among 230 HRIS users in Jordanian 
public universities. Another study by Hussein 
(2005) among 201 users from four central 
Malaysian government agencies using 
perceptual measures has found a direct 
influence of top management support on HRIS 
performance. Moreover, Wong et al. (as cited 
in Lin, 1997b) among a sample of 240 
managers from directories of the Human 
Resources Development Association and 
Chinese Human Resource Management 
Association in Taiwan found that the context 
of the findings reported is deemed important 
to ensure the success of HRIS implementation 
with the acceptance for “the most needed 
support comes from top management” (p. 3). 
Furthermore, according to Lin (1997a) the 
implementation of HRIS depends upon the 
support of the management, the IS department, 
the human resource leaders, the human 
resource staff, the computer knowledge of HR 
staff, and training the user in order to achieve 
the HRIS performance. In addition, top 
management support is like a guarantee or 
assurance that should be given to the users. As 
the organization adopts a new system, it needs 
backing. Without any support from the 
management, the ideas, inputs, or suggestions 
coming from the workers will never be heard, 
and there will be no changes at all. In addition, 
support from the top management is one of the 
important factors for the adoption of 
technology and will affect user acceptance. In 
a study by Rouibah, Hamdy, and Al-Enezi 
(2009), using SEM among 382 information 
system users in  public organizations in 
Kuwait, it was concluded that among the 
organizational variables, top management 
support was found to have the strongest effect 
on HRIS performance. For that reason, top 
management support is needed and is 
important to assure the users’ positive attitude 
and perception in adopting technology through 
new innovation to achieve HRIS performance.  
  Commitment  is  a  two-
way  process between one person engaged 
with another or with an organization. Meyer 
and Allen (as cited in Dixit  
& Bhati, 2012) define commitment as “a 
psychological state that characterizes the 
employees relationship with the organization 
and has implication for the decision to 
continue membership in the organization” (p. 
36). In addition, Sarwar and Khalid (2011) 
state that user commitment had important 
impacts on organization through its effects on 
employee that performance, turnover, and 
absence, and it influences customer attitudes 
to the bottom line. As employees are focused 
and committed to the organization, the use of 






applicable, and effective to achieve 
performance (Khan, Jam, Akbar, Khan, & 
Hijazi, 2011). Furthermore, there are three 
forms of commitment: namely, affective 
commitment, which refers to an employee’s 
emotional attachment to, identification with, 
and involvement in the organization; 
continuance commitment, which refers to 
commitment based on the costs that the 
employees associate with leaving the 
organization; and normative commitment, 
which refers to an employee’s feelings of 
obligation to remain with the organization 
(Meyer & Allen, 1991). Therefore, it can be 
said that user commitment is one of the 
important factors after user knowledge and 
skill in user characteristics. If the users have 
the knowledge and skills to do the job, but they 
do not have commitment to do their work 
properly, it is not acceptable to the 
organization.  
 Some indicators of the existence of user 
commitment in the organization can be seen 
through increased in job satisfaction, job 
performance, total return to shareholders, and 
sales. Other indicators are seen through 
decreased employee turnover, and to search 
for alternative employers (Sarwar & Khalid, 
2011). Additional indicators of a user’s 
commitment include job involvement and 
organizational commitment as those factors 
have a significant impact on organizational 
and individual performance (Khan et al., 
2011). A high commitment to work will 
produce positive results. In this study, user 
commitment is measured by the following ten 
indicators: user responsibility, user capability, 
user commitment, open-mindedness, HRIS 
interconnection, performance improvement, 
organizational belongingness, system 
assurance, user efficiency, and system clarity.  
 A few studies have shown the relationship 
between user commitment and HRIS 
performance. As committed users are the 
valuable assets in organizations, user 
commitment is also important to achieve a 
competitive advantage in the organization. A 
study by Razali and Vrontis (2010), using the 
multiple regression analysis among 250 
employees selected from the contractor of 
Malaysian Airlines System, found that there is 
a positive influence of organizational change 
of system on user commitment to the 
organization. However, another study by 
Hirvonen (2011) among 7000 employees in 
about 50 countries focused on the change 
management process and balancing 
sustainability in Finland. It found that user 
commitment does not always have a positive 
impact on business results and performance of 
HRIS. For that reason, even though user 
commitment does not have many studies 
related to HRIS performance, the employee 
commitment did have an important role to its 
success. This is because users are employees 
in the organization and therefore it can be said 
that user commitment has both a direct and an 
indirect relationship on HRIS performance.   
 
III. METHODOLOGY  
  
There are two methods of surveys under the 
research design, such as the cross sectional and 
longitudinal surveys (Fraenkel & Wallen, 
2007). This study uses a cross sectional 
survey, whereby the data was collected at one 
time from a determined sample. This type of 
research design is used to attain the current 
characteristics such as feelings, judgment, 
connection, and reasons among a group of 
people related to a particular topic, through 
asking questions anonymously (Garcia, 2011). 
The statistical tools were used to answer the 
research questions of the study. Relationships 
among the variables of the study were tested 
using correlation analysis. The SEM was used 
to determine the causal relationship between 
four variables under examination.  
 The sample for this study was taken from the 
population of business organizations 
comprising of the manufacturing sector, 
service sector, and mining sector in the 
Philippines and in Indonesia. Only companies 
using HRIS for their businesses were selected 
because the study concerned the perceptions of 
employees about using HRIS. The choice of 
geographic location from where the 
companies were selected was made based on 
factors such as the nature of the countries, cost 
efficiency, access convenience, and 
availability of the business organizations. The 
respondents in this study were comprised of 
HRIS users as well as HR Directors, HR 
Managers, HR staff, and other employees who 
are using HRIS in their work to do the HR 
functions. They were working in selected 
business organizations in Indonesia and the 






respective organization for at least one year. A 
saturation sampling procedure of respondents 
using HRIS was chosen for the online and 
face-to-face surveys as it was acceptable to 
obtain a representative sample of HRIS users 
for this study. The saturation sampling 
procedure is a method of sampling which 
involves all members of the population at one 
time as a sample of research (Sue & Ritter, 
2012). The final data collection for this study 
took place over a period of three months. With 
the purposive and saturation sampling 
procedure, I distributed questionnaires 
through online and face-to-face surveys to 305 
respondents and was able to collect 239 
questionnaires. As mentioned by Kline (2005), 
to be able to use SEM, the sample size should 
be at least 200. The research instrument for 
data collection in this study is a questionnaire. 
The questionnaires employed in this study 
measured the variables of top management 
support, technology usefulness, user 
commitment, and HRIS performance.   
In this study, technology usefulness was 
measured by ten indicators. It was measured 
with ten modified items based on a reliable and 
validated questionnaire (Godoe & Johansen, 
2012). Permission through e-mail was 
obtained from the instrument developer to use 
these items. The items measured respondents’ 
perceptions of the 80 quantitatively 
demanding performance of the HRIS. Items 
were scored on a 6-point frequency scale, 
covering 1 = strongly disagree, 2 = disagree, 
3 = somewhat disagree, 4 = somewhat agree, 
5 = agree, and 6 = strongly agree. Items with 
higher scores represent a higher level of 
quantitative technology value in the 
organizations. Similarly, items with lower 
scores represent the lesser technology value 
that the employees experience in their 
organizations. The Cronbach’s alpha for these 
items was moderately ranged from 0.68 to 
0.84 in Great Britain (Godoe & Johansen, 
2012). The Cronbach’s alpha of these 10 items 
in the pilot test was 0.93 among the 40 
employees of business organizations in 
Indonesia and the Philippines.   
 Top management support was measured by 
ten indicators. It was measured with ten 
modified items from the work of Dammen 
(2001).  
Permission through e-mail was obtained from 
the instrument developer to use these items. 
The items measured respondents’ perceptions 
of the quantitatively demanding performance 
of the HRIS. Items were scored on a 6-point 
frequency scale, covering 1 = strongly 
disagree, 2 = disagree, 3 = somewhat 
disagree, 4 = somewhat agree, 5 = agree, and 
6 = strongly agree. Items with higher scores 
represent a higher level of quantitative top 
management support in the organizations. 
Similarly, items with lower scores represent 
the lesser top management support that the 
employees experience in their organizations. 
The Cronbach’s alpha in the pilot test for these 
10 items was a moderate 0.95 among the 40 
employees of business organizations in 
Indonesia and the Philippines.  
User commitment was measured by ten 
indicators. It was measured with ten modified 
items from the work of Meyer and Allen 
(1991). Permission through e-mail was 
obtained from the instrument developer to use 
these items. The items measured respondents’ 
perceptions of the quantitatively demanding 
performance of the HRIS. Items were scored 
on a 6-point frequency scale, covering 1 = 
strongly disagree, 2 = disagree, 3 = somewhat 
disagree, 4 = somewhat agree, 5 = agree, and 
6 = strongly agree. Items with higher scores 
represent a higher level of quantitative user 
loyalty in the organizations. Likewise, items 
with lower scores represent the lesser user 
loyalty that the employees experience in their 
organizations. The Cronbach’s alpha in the 
pilot test for these 10 items was a moderate 
0.92 among the 40 employees of business 
organizations in Indonesia and the Philippines.  
  The HRIS performance was measured by ten 
indicators. It was measured with ten modified 
items based on a reliable and validated 
questionnaire (Al Shibly, 2011). Permission 
through e-mail was obtained from the 
instrument developer to use these items. The 
items measured respondents’ perceptions of 
the quantitatively demanding performance of 
the HRIS. Items were scored on a 6-point 
frequency scale, covering 1 = strongly 
disagree, 2 = disagree, 3 = somewhat 
disagree, 4 = somewhat agree, 5 = agree, and 
6 = strongly agree. Items with higher scores 
represent a higher level of quantitative HRIS 
performance in the organizations. Similarly, 
items with lower scores represent the lesser 
HRIS performance ability that the employees 






Cronbach’s alpha for these items was a 
moderate 0.80 among a sample of 230 
employees in Jordan (Al Shibly, 2011). The 
Cronbach’s alpha of these 10 items in the pilot 
test was 0.94 among the 40 employees of 
business organizations in Indonesia and the 
Philippines.   
 
Data Analysis  
  
The data analysis process were SEM using 
Anlysis of Moment Structures version 21 was 
used to answer Research Questions 1, 2, and 3 
in this study. The reason for using SEM is to 
determine the relationships between latent 
variables or the unobserved exogenous 
variables that contribute to HRIS performance. 
Another purpose for the use of SEM is that the 
relationships among the variables can be 
represented in a graphical diagram (Bell, 
Rajendran, & Theiler, 2012). In a 
measurement model, specification involves 
using the observed variables and their relations 
with parameters to see if these are influenced 
by the latent variables. The latent variables are 
represented as a circle (O) and the observed 
variables are represented as a rectangle or 
square (□).     
  
IV. ANALYSIS AND 
INTERPRETATION  
  
Data was collected by employing the 
purposive sampling method in 22 business 
organizations in the manufacturing, mining, 
and service sector in Indonesia and the 
Philippines. The response rate of the 
participants was 78.3% of the 305 distributed 
questionnaires. The specific number of 
respondents from each business organization 
that participated in the study was determined 
based on the number of employees who are 
using HRIS in the business organizations for 
up to 200 of the 239 collected respondents. 
Therefore, the greater the numbers of HRIS 
users, the more participants were selected for 
the study, and vice versa (the number was 
estimated based on the HRIS users in the 
business organizations). The different 
observable indicators of unobservable 
variables were measured in order to choose the 
most appropriate indicators to measure the 
unobserved variables. AMOS was used in the 
analysis process. Unobserved (latent) 
variables such as HRIS performance, 
technology usefulness, top management 
support, and user commitment cannot be 
measured directly. The measurement model is 
measuring the latent variables through the 
correctness of a number of observable 
indicators.   
 
HRIS  
 Based on the results of regression weights, the 
reliability (r2) and the significance of the 
latent variable HRIS performance indicated 
that all the 10 items for the latent variable 
HRIS performance had satisfactory factor 
loadings (> 0.35) and were statistically 
significant. However, since the structural 
equation model requires a model to be as 
parsimonious as possible, some questions 
were supposed to be removed. The items were 
removed to keep only the most appropriate 
items that measure the variable based on a high 
correlation between indicators (> 0.70). A 
residual covariance matrix with a value 
>±1.96 indicates that there is a problem in the 
matrix. Redundancy means that if a 
component of the latent variable has several 
indicators representing it, the least reliable will 
be removed. According to the measurement 
model modification process, some items had 
to be removed from the HRIS performance 
variable. The item numbers hp5 to hp8 were 
removed based on redundancy as they had the 
least reliability. Additionally, the items hp2, 
hp7, hp9, and hp10 were removed based on 
high correlation and standardized residual 
covariance matrix. Item hp2 was removed 
because of its high correlation with item hp1. 
Both the items appear to measure the 
employee perception of HRIS performance. 
Table 1 shows the initial ten items of HRIS 
performance with factor loading, reliability, 
and p-value. However, item hp1 seems to be 
more significant in measuring the employee 
perception of HRIS performance. An 
observation of the measurement model after 
the removal of the items shows six indicators 
that are satisfactory and have potential to 
measure the HRIS performance. Table 1 
shows the final six items of the variable HRIS 
performance with satisfactory factor loading, 
reliability, and pvalue.   
Table 1  














hp 1  0.657  0.432  < 0.01  
hp 2     0.716  0.512  < 0.01     
hp 3     0.786  0.617  < 0.01     
hp 4     0.756  0.572  < 0.01     
hp 5     0.676  0.457  < 0.01     
hp 6     0.720  0.519  < 0.01     
hp 7     0.759  0.576  < 0.01     
hp 8     0.751  0.564  < 0.01     
hp 9     0.738  0.545  < 0.01     
hp 10     0.671  0.450  < 0.01     
Table 2  










hp 1  0,639  0.408  < 0.01  
hp 3     0.807  0.651  < 0.01     
hp 4     0.751  0.564  < 0.01     
hp 5     0.686  0.470  < 0.01     
hp 6     0.727  0.529  < 0.01     
hp 8     0.696  0.484  < 0.01     
  
Technology Usefulness  
  
 The latent variable technology usefulness had 
10 items. The results of the analysis showed 
that all items had satisfactory factor loadings 
(< 0.35) and were statistically significant. For 
parsimony reasons of the model, items number 
tu12 and tu20 were removed based on the 
residual co-variance. Next, items tu16, tu17, 
tu18, and tu19 were removed based on the high 
correlation among the four indicators (> 0.70). 
Item tu16 had a high correlation with item 
tu17. Item tu18 had a high correlation with 
item tu19. Item tu15 was also removed based 
on redundancy and least reliability (< 0.35). 
The table 3 below shows the initial ten items 
with factor loading, reliability, and p-value. 
Here, the ten items were reduced to three 
items; however, this does not potentially 
decrease the capacity to measure the 
usefulness of technology as a whole in a 
significant approach to increase the HRIS 
performance. Table 4 shows the final three 
items of technology usefulness with 
satisfactory factor loading, reliability, and p-
value.   
Table 3  










tu 11  0.747  0.559  < 0.01  
tu 12     0.720  0.518  < 0.01
     
tu 12     0.729  0.532  < 0.01
     
tu 14     0.775  0.600  < 0.01
     
tu 15     0.560  0.313  < 0.01
     
tu 16     0.754  0.568  < 0.01
     
tu 17     0.810  0.655  < 0.01
     
tu 18     0.867  0.752  < 0.01
     
tu 19     0.767  0.588  < 0.01
     
tu 20     0.737  0.543  < 0.01
     
Table 4  










tu 11  0,790  0.624  < 0.01  
tu 13     0.784  0.615  < 0.01
     
tu 14     0.876  0.767  < 0.01
     
  
 Top Management Support  
  
 The results of the analysis of the 10 items for 
the latent variable top management support 
showed that all items had satisfactory factor 
loadings (< 0.35). Some items were removed 
based on the residual covariance matrix and a 
high correlation between the items. Items 
tms21 and tms24 were removed from the list 
based on the residual covariance matrix and 






the model, further removal of other items was 
done based on high correlation with other 
items. Item tms24 had a high correlation with 
tms25, and item tms26 had high correlation 
with tms27. Those four items had a high 
correlation with item tms28 and appeared to 
measure the employees’ perception of 
management support when using HRIS; 
however, item tms28 seemed to have a more 
significant meaning in measuring employees’ 
perception of management support. Therefore, 
tms24, tms25, tms26, and tsm27 were 
removed. Table 5 shows the ten initial items of 
top management support with factor loading, 
reliability, and p-value. Item tms29 had a high 
correlation with item tms30. Both the items 
appear to measure the employees’ 
commitment and well-being as given by the 
top management. However, item tms29 was 
removed, and item tms30 was retained 
because it seemed to be more significant in 
measuring employees’ perception of 
commitment at work. Table 6 shows the final 
items of top management support with 
satisfactory loading, reliability, and p-value.  
 
Table 5  
Initial Measurement Model of Top 









tms21  0.625  0.390  < 
0.01  
tms 22     0.835  0.698  < 
0.01
     
tms 23     0.735  0.541  < 
0.01
     
tms 24     0.535  0.287  < 
0.01
     
tms 25     0.769  0.591  < 
0.01
     
tms 26     0.810  0.656  < 
0.01
     
tms 27     0.789  0.623  < 
0.01
     
tms 28     0.824  0.679  < 
0.01
     
tms 29     0.816  0.665  < 
0.01
     
tms 30     0.790  0.624  < 
0.01
     
  
Table 6  
Final Measurement Model of Top 









tms 22  0,817  0.667  < 0.01  
tms 23     0.744  0.554  < 0.01     
tms 28     0.760  0.577  < 0.01     
tms 30     0.747  0.558  < 0.01     
  
User Commitment  
  
The results of the analysis of the 10 items of 
the latent variable user commitment showed 
that all items had satisfactory factor loadings   
(< 0.35). Item uc32 and uc33 were removed 
based on the residual covariance matrix and 
high correlation. Item uc34 was also removed 
based on a high correlation with item uc35. 
The reason is probably that the same meaning 
appears among the items. Item uc36 and uc37 
had a high correlation with item uc38. Those 
three items appeared to measure the 
employees’ commitment in using HRIS at 
work. Item uc38 seemed to be more significant 
in measuring the employees’ commitment in 
using HRIS at work. Item uc39 had a high 
correlation with item uc40 and was deleted 
from the model. Table 7 shows the ten initial 
items of user commitment with factor loading, 
reliability, and pvalue. The remaining four 
items of user commitment have satisfactory 
factor loadings, reliabilities, and p-values as 
shown in Table 8.    
Table7  















uc 31  0.768  0.590  < 0.01  
uc 32     0.713  0.508  < 0.01
     
uc 33     0.764  0.583  < 0.01
     
uc 34     0.862  0.742  < 0.01
     
uc 35     0.856  0.733  < 0.01
     
uc 36     0.867  0.752  < 0.01
     
uc 37     0.814  0.663  < 0.01
     
uc 38     0.747  0.559  < 0.01
     
uc 39     0.874  0.763  < 0.01
     
uc 40     0.805  0.648  < 0.01
     
  
Table 8  










uc 21  0,712  0.507  < 0.01  
uc 25     0.809  0.655  < 0.01
     
uc 28     0.778  0.606  < 0.01
     
uc 30     0.819  0.671  < 0.01




 Research question 1 and 2 shows that the 
relationship of top management support to 
technology usefulness is r = 0.461, p < 0.05. 
The relationship of top management support to 
user commitment is r =  0.779, p < 0.05. 
Research question 3 shows technology 
usefulness was found to have a direct positive 
effect on HRIS performance in the model (r = 
0.216, p 0.05). User commitment was found to 
have a direct positive effect on HRIS 
performance (r = 0.247, p < 0.05).   Top 
management support does not have an effect 
on technology usefulness. The findings, 
however, show a significant direct positive 
effect of top management support on 
technology usefulness     (r = 0.551, p < 0.05). 
So the null hypothesis was rejected, and it was 
mentioned that top management support has a 
direct effect on technology usefulness. This 
result supports the findings of a prior study 
(Huang et al., 2011), where the supporting 
intervention of the organization potentially 
enhances users’ technology acceptance. 
Similarly, another study by Pan et al. (2005) 
also stress the significant role of the 
management in supporting the technology 
acceptance model of system innovation 
through technology usefulness. Here, unless 
the management gives support, awareness, 
encouragement, strategy, and concern to 
employees, it would be difficult to inspire and 
help them in using technology. Therefore, the 
results of this study support the above 
proposition that top management’s support is 
strongly connected with technology 
usefulness. However, even though there are 
not many studies about user commitment in 
relation to HRIS performance, user 
commitment still has an important role in its 
success. Here, unless employees are prepared 
with responsibility, interconnection, 
assurance, and clarity of the system, it would 
be difficult to motivate and facilitate them in 
developing new innovation. Therefore, the 
results of the present study support the 
findings of the prior studies. This finding 
regarding the commitment of the users gives 
the most valuable asset to the organizations.  
 
V. SUMMARY & FINDINGS  
  
In the theory, top management support was the 
important factor that has a significant role in 
the success of HRIS performance. In the 
present study, it seems that top management 
support affect HRIS performance indirectly 
through other factors such as technology 
usefulness and user commitment. It is most 
probably because of the nature of the study, 
which deals with an adoption of new 
innovation, where the support and 
involvement of the management only is not 
enough without the equipment, expertise, and 
capability that the technology and user has. 
Likewise, user commitment was also found to 
have no positive relationship with user 






of the study, where user’s commitment with 
which the employees of the present study are 
involved. In organizations dealing with HRIS, 
committed employees are required to work to 
their full ability, following designed 
procedures and regulations. They should have 
a plan with their job and also a sense of choice 




 Technology usefulness and user commitment 
have a direct relationship with HRIS 
performance may help leaders, managers, 
practitioners, and users realize the significant 
role they can play in system improvement 
providing sufficient, expected, accurate, and 
detailed information related to HR functions in 
business organizations. Technology 
usefulness helps employees to accomplish 
tasks on time, increase productivity, and 
enhance effectiveness in using the system, 
especially if they feel that it could be useful for 
them. This result implies that HRIS 
performance needs to focus on how to 
emphasize the advantages and benefits that 
can be gained from implementing it into the 
organization.   
 Top management support directly influences 
technology usefulness and user commitment. 
This result demonstrates that the support of the 
management towards HRIS performance is 
influenced by the awareness, encouragement, 
and concern of the management regarding the 
availability of technological factors and user 
characteristics. This effect of top management 
support on technology usefulness and user 
commitment suggests that in order to increase 
and affect technology usefulness and   user 
commitment, there should be support from the 
top management to employees by providing 
the employees with technology user 
friendliness and ease of use of HRIS and 
giving an adequate HRIS training, workshops, 
seminars, and other activities that will give 
them opportunities to be exposed to the 
technology and experience using it.  
 The findings of this study may expand 
existing knowledge by explaining how 
variables such as top management support was 
significant in indirectly influencing HRIS 
performance in business organizations. The 
concept of top management support has been 
considered in this study to be a growing 
concept on which to build a new model for 
HRIS performance. This approach might help 
leaders, managers, academicians, 
practitioners, and employees in accepting the 
changes in new innovation with the full 
support of the management, which will make 
potential users believe that HRIS offers 
numerous benefits that will enhance HRIS 
performance, improve efficiency and 
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